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Research on emergent leadership regards leadership as a dynamic interaction 
social process among the potential leaders and followers. During this process some 
traits could be valid predictors. However, studies have rarely directed one of the most 
important trait taxonomic schemes, the Big-Five Model, into consideration. As a 
crucial component of Big-Five Model, Extroversion was discussed in the study of 
emergent leadership, but its effect has seldom been clearly mentioned in the subject 
and the discrepancy of effect remained. To promote the research in this aspect, we 
conducted this study to retest the effect of Extroversion on emergent leadership while 
Organizational Citizenship Behavior (OCB) was taken into account as another 
antecedent of emergent leadership. This is the first study to combine the theories of 
OCB and emergent leadership and use a behavioral factor and a trait factor together to 
predict leader emergence. 
To test our hypotheses, we conducted a 2 (Extroversion: high vs. low) x 2 (OCB: 
high vs. low) X 2 (Ratee gender: male ratee vs. female ratee) x 2 (Rater gender: male 
rater vs. female rater) mixed-factorial true experiment. Ninety MBA students from 
Guangzhou and Beijing were respectively grouped to read stimulus materials about 
emergent leader candidates and answer questionnaires. We found that both 
Extroversion and OCB could each significantly predict leader emergence. Moreover, 
their interactive effect was significant as well. People high in the levels of 
V 
Extroversion and OCB were more likely to be viewed as emergent leaders than those 
low in these two aspects. We also found that in Guangzhou, female ratees with 
High-Extroversion & High-OCB were more likely to get higher ratings from female 
raters than from male raters, and male ratees with Low-Extroversion & Low-OCB 
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The study of leadership has been an important and central topic of the social 
and organizational literature for a long time. Over the past several decades, with the 
rapidly changing economic environment, most large organizations devoted a 
substantial portion of human resource effort to leadership and managerial training 
because they realized that leadership helped to maintain their competitiveness and 
maximize the effectiveness of their management, consequently improved 
organizational performance (Bass, 1990). This booming realization has resulted in a 
considerable amount of research that used the various conceptions of leadership as the 
different sources of perspectives on this complex, multifaceted phenomenon. Most of 
studies can be classified by their primary focuses, such as leadership traits, behaviors, 
situational factors, follower perceptions, or the interaction patterns between leaders 
and followers or situation (Yukl & Van Fleet, 1998). 
In general, leaders denote the individuals who have the audacity to stand on the 
1 This thesis follows the style used by the American Psychology Association and the Guide issued by the Graduate 
School of the Faculty of Business Administration, the Chinese University of Hong Kong. 
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unpopular and creative positions for the good of the organization, empower other 
people to be part of the efforts, and have the faith and stamina to make the good 
happen because of the belief that it is the right thing to do (Winters, 1997). They own 
the status that permits them to exert influence over certain other individuals, thus 
make a difference in their subordinates' performance and then in whether their 
organizations succeed or fail (Hollander, 1961). Accordingly, in most research, 
leadership was defined as a social influence process that directed the group, including 
the influence on the group's task objectives and strategies, influence on people in the 
organization to implement the strategies and achieve the objectives, influence on 
group maintenance & identification，and influence on the culture of the organization 
(Bass, 1990). 
Emergent Leadership 
Much of the leadership research has focused on "legitimate" situations in which 
the leaders are appointed, or in the case of particular ongoing organizations, are 
chosen according to the selection processes (Goktepe & Schneier, 1989). This kind of 
leadership appears to base on people's formal positions within the organization. 
Comparably, leaderless conditions, such as many informal meetings, teams, and task 
forces that often provide important opportunities for individuals to demonstrate their 
leadership capabilities, have received less attention. Fortunately, in the present time, 
the view of leadership as a dynamic social process has attracted more and more 
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theorists and researchers to study how and why individuals emerge as leaders in 
groups, especially in originally leaderless groups (Bass, 1990). Emergent leadership is 
neither elected nor appointed but developing from the group itself when people get 
together without a control orientation. It cannot be achieved necessarily based on an 
organizational position or a designated authority. Instead, people emerge and earn 
their status as leaders through incremental influences and contributions to the team. 
Generally speaking, the leadership research has distinguished individuals who are 
formally appointed or elected to positions of leadership from individuals who emerge 
as group leaders. Our study is devoted to understanding the factors associated with 
emergent leadership. 
According to emergent leadership studies, the traditional definition for a group 
leader as the person who unilaterally exercises a determining effect on the behaviors 
of other group members may not provide much insight into the processes and 
structures involved in emergent leadership situation (Moss & Kent, 1996). The 
emergent leadership theory regards leadership as a complex dynamic social 
interaction process that through the interactions with other group members, an 
individual assumes leadership responsibilities in the initially leaderless group or in 
group where the leader is incompetent or has been deposed (Goktepe & Schneier, 
1989; Stein, Geis, & Damarin, 1973). Regarding this process, we emphasize more on 
the interaction between leaders, followers & situational characteristics (Kenny & 
Zaccaro, 1983). Specifically, I suggest that perspective leadership is an interaction of 
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three elements: the leader's characteristics, the followers' perceptions, and the 
characteristics of the situation (Adler & Weiss，1988; Hollander & Julian，1969; 
Zaccaro, Foti, & Kenny，1991). My study intends to explore the impact of people's 
Extroversion and Organizational Citizenship Behavior (OCB) on emergent leadership, 
thus we will concentrate on the interaction between the leader's characteristics and the 
followers' perceptions. 
Previous studies in terms of emergent leadership paid less attention to followers 
than situation. Recently, more and more researchers have explicitly acknowledged the 
role of followers in the leadership process. According to Bass's description (1990), 
emergent leadership is an interaction between two or more members of a group that 
often involves a structuring or restructuring of the perceptions of members; it exists 
only when it is acknowledged and conferred by other members of the group. Lord 
(1977) and Lord & Maher (1991) also defined emergent leadership as the process of 
being jointly perceived by followers as a leader, which implied that at the most 
fundamental level, emergent leadership was an outcome of the leadership perceptions. 
Lord (1977，1985) further demonstrated that the processes including leader-follower 
exchange and leader emergence encompass the whole conceptual domain of 
leadership. In previous emergent leadership studies, we could also see that the 
measurements of emergent leadership were based on the ratings of followers (e.g., 
Dobbins, Long, Dedrick, & demons , 1990; Ellis，1988; Goktepe & Schneier, 1988; 
Kent & Moss，1994). Generally speaking, the followers' perception towards the 
5 
potential leader is the crucial component of emergent leadership (Hollander, 1992; 
Krzystofiak, Cardy, & Newman, 1988; Kolb, 1999; Phillips & Lord，1982). 
Therefore, in our study, emergent leadership is investigated by operationalizing 
the phenomenon as the extent to which an individual is perceived by others to emerge 
as the group's leader. Over a period of interaction, when an individual's characteristics 
are supported and accepted by other people in the organization and others perceive 
him or her as the most influential member of the organization, the person is acquiring 
emergent leadership. 
Emergent leadership process is important to organizations in the identification of 
future leaders, leadership maintenance, personnel selection as well as training, 
especially when the group faces the stressful situation or a crisis (Bass, 1990; Fiedler, 
1996; Hollander & Julian, 1969). When the leadership hierarchy in a group is not 
appointed or elected, perceptions of who are shaping the group's process and gaining 
leadership status will enhance their possibilities to be appointed or elected to the 
leadership positions afterwards (Goktepe & Schneier, 1989; Stein, Geis, & Damarin, 
1973). In the current turbulent and uncertain business environment, we believe that 
emergent leadership process in which someone emerges and be accepted as a leader 
by other group members will help the organization appoint suitable formal leader, and 
then in consequence positively affect group performance and effectiveness. 
Purpose of the Study 
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The factors influencing followers' perceptions towards the potential leader are 
complex, among which mainly are the leader's characteristics. As the first to 
emphasize the role of perceiver constructs in leadership processes, Hollander (1961) 
and Hollander & Julian (1969) suggested that the leader's characteristics were 
significantly related to group members' willingness to have a leader continue in that 
position. In a certain group, emergent leaders are those members whose acts affect 
other people more than other people's acts affect them during interaction; they possess 
qualities that determine their esteem in the eyes of potential followers (Bass, 1990; 
Goktepe & Schneier，1989). In another aspect, individuals often emerge as leaders due 
to the interactions within the group that arouse followers' expectations that with some 
qualities, the individuals can serve the group best by helping it attain the objectives 
(Bass, 1990; Kenny & Zaccaro，1983; Kolb, 1999). Previous studies identified some 
such qualities, for example. Lord (1977) stated the importance of individuals' 
particular attributes of traits and intellectual abilities, while Hollander (1961) and 
Stein & Heller (1979) emphasized the individuals' competence in the group's central 
task and the "member character" in attaining leadership. 
Nevertheless, among all the studies, we specially note the results of Lord & 
Maher (1991) and Smith & Foti (1998)，s articles arguing that appropriate traits and 
behaviors produced by leaders and interpreted by followers could influence followers' 
leadership perceptions in the sense of the particular role expectancies and satisfactions. 
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Hollander (1961) added that some social standards might help the perceivers conduct 
implicit interpersonal assessment on the leaders' traits and behaviors through social 
interaction, and then satisfactions and emergent leadership arose when the leaders' 
characteristics matched the expectancies of the perceivers. Our study is an attempt to 
explore the effects of two personal characteristics: Extroversion and Organizational 
Citizenship Behavior (OCB), which represent trait & behavior respectively. The 
interactive effects of Extroversion and OCB have never been considered in past 
research of emergent leadership. In addition, the predictive factors of emergent 
leadership are complicated; explaining emergent leadership from any simple facet 
could not provide complete descriptions (Ellis, 1988; Ellis, Adamson, Deszca, & 
Cawsay, 1988). Studying both trait and behavior of potential emergent leaders may 
offer a more multifaceted explanation on this phenomenon. Extroversion and OCB are 
two important elements representing people's trait and behavior in the group, 
investigating leader emergence based on these two factors will not only promote the 
studies in emergent leadership but also enrich the theories in Extroversion and OCB. 
We also consider gender, a traditionally significant factor in predicting emergent 
leadership, especially when our experiment was conducted in China. With these 
considerations, we believe that the study results could solidly interpret emergent 






Definition and Significance of the Study on Extroversion 
Extroversion is an extremely important concept in trait psychology, especially 
because the Five-Factor Model (the Big-Five Model), the main taxonomic scheme of 
personality traits, included it as one crucial component (Costa & McCrae，1985; 
Digman, 1990; Goldberg, 1990; McCrae & Costa, 1987, 1989). The Big-Five Model 
was developed to understand the structure of personality and the relationships among 
personality constructs. It covers five personality dimensions: Extroversion, Emotional 
Stability, Agreeableness, Conscientiousness, and Openness to Experience (Barrick & 
Mount, 1991). In the past decades, many studies intended to explore the impact of 
Five-Factor Model, but rarely directed it into the study of emergent leadership. 
As a matter of fact, the trait approach is an important approach in leadership 
research (Fiedler, 1996; Yukl & Van Fleet, 1988). Although some early studies 
criticized or suspected the effect of traits in the process of leader emergence (e.g., 
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Mann, 1959), more modern ones acknowledged its existence. Until now many 
researchers such as Kenny & Zaccaro (1983), Lord, Foti, & De Vader (1984), Lord, 
De Vader, & Alliger (1986), Lord & Maher (1991), Stein & Heller (1979), Tett, 
Jackson, & Rothstein (1991), Watson & Clark (1997) and Zaccaro, Foti, & Kenny 
(1991) have published findings that supported that certain desirable personality traits 
(e.g., dominance, intelligence, and masculinity-femininity of the leader) were 
associated with emergent leadership to a stable high degree across group situations. 
This study plans to connect the Big-Five Model with the theory of emergent 
leadership. Considering that Extroversion occupies prominently representative 
position in the Big-Five Model and the previous results about the relationship between 
Extroversion and emergent leadership could offer adequate theoretical basis in helping 
building the connection more fluently, we decide to discuss the impact of 
Extroversion first rather than other four dimensions. 
Technically, Extroversion is a trait that includes an individual's interest, value 
and meaning are attached primarily to the external world. In the Big-Five Model, 
Extroversion is described as an inventory containing adjective words such as sociable, 
gregarious, expressive, communicative, talkative, wordy, adventurous, upbeat, 
energetic, warm, optimistic, ambitious, initiative, impetuous, assertive, dominant and 
active (Barrick & Mount，1991; Costa & McCrae，1985; Goldberg, 1990; Mount & 
Barrick, 1995). Mount, Barrick, & Strauss (1994) summarized all these characteristics 
into two cores: sociability and ambition. In another summarization pattern, 
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Extroversion includes six facets, each facet with several descriptive items: 1) Warmth 
(friendly, warm, sociable, cheerful, not aloof, affectionate and outgoing); 2) 
Gregariousness (sociable, outgoing, pleasure-seeking, not aloof, talkative, 
spontaneous and not withdrawn); 3) Assertiveness (aggressive, not shy, assertive, 
self-confidence, forceful, enthusiastic and confident); 4) Activity (energetic, hurried, 
quick, determined, enthusiastic, aggressive and active); 5) Excitement-seeking 
(pleasure-seeking, daring, adventurous, charming, handsome, spunky and clever); and 
6) Positive Emotions (enthusiastic, humorous, praising, spontaneous, pleasure-seeking, 
optimistic and jolly) (Costa & McCrae, 1994; Watson & Clark, 1997). These 
characteristics apply to both genders (Eaves & Eysenck, 1975). 
Literature Fundamentals for Hypotheses 
We set up the hypothesis regarding the relationship between Extroversion and 
emergent leadership based on the following reasons. Firstly, we have direct evidence 
from the past literatures to hypothesize that the effect of Extroversion on emergent 
leadership is significant. As a matter of fact, the impact of Extroversion on emergent 
leadership has been talked about by some previous research, though it was not the 
subject in the papers. As early as 1959, Mann has discovered the correlation of 
Extroversion and the emergent leadership. Researchers such as Hall, Workman, & 
Marchioro (1998)，Lord et al. (1984) and Young & French (1996) also detected the 
prediction of Extroversion on emergent leadership. Holmes, Sholley & Walker (1980) 
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even explicitly indicated that leaders could be described as extroverted and ready to 
act on the spur of the moment. 
One reason for researchers to get above-mentioned conclusions is that some 
components of Extroversion (i.e., outgoing, aggressive and talkative) are considered 
as the prototypical items of emergent leader (Lord, Foti, & De Vader, 1984; Philips, 
1984; Schultz, 1974). Other reasons on suggestion are mostly related to Extroversion 
characteristics as well. For example, being ambitious, tenacious and influential, 
extroverts are more success-oriented, which pushes them to set high behavioral 
standards for themselves in work and other activities so as to be strong emergent 
leaders (Ellis, 1988; Ellis, Adamson, Deszca, & Cawsey, 1988; Schneier & Bartol, 
1980; Sorrentino, 1973; Sorrentino & Field，1986; Watson & Clark, 1997). Being 
ascendent, extroverts are dramatic with entertainment and active in social interactions, 
which help them to get social visibility that could assist them in building trusting 
relationships and network. With this kind of network, extroverts will more easily 
develop social contacts with people and maintain these contacts so that they are more 
likely to derive greater reinforcements and know how to find the resources they need 
for groups (Kolb, 1999; Winters, 1997; Yukl & Van Fleet, 1998). Some other positive 
characteristics such as assertive and excitement seeking are helpful in learning and 
acting. All these advantages finally will make extroverts possibly be viewed as 
potential leaders by other people. 
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Extroversion could also lead to emergent leadership via two more channels. 
One is through the provision of verbal information. As well known, extroverts are 
talkative. If the quantity and quality of the task-relevant verbal information they offer 
are high, it will positively induce the followers' leadership perceptions over them 
(Barry & Stewart, 1997; Duncan, 1969; Sorrentino, 1973; Stein, 1975, 1977; Stein & 
Heller, 1979). The other is through the group participation. As a social interaction 
process, emergent leadership asks for much group participation. Extroversion is 
basically interpersonal and is positively correlated with the quality of social 
interactions and participation in teams (Barry & Steward, 1997; Smith & Foti，1998). 
In a initially leaderless group, extraverts are more likely to be active participants, once 
the quality as well as quantity of their participation is high, other group members 
would regard them as strong motivators to help the group reach the goal, thus improve 
their possibilities to emerge as leaders (Garland & Beard, 1979; Hoffman, Mischel & 
Mazze, 1981; Morris & Hackman，1969; Stein & Heller，1979; Stein, Geis, & 
Damarin, 1973). 
Secondly, the core components of Extroversion include dominance and 
self-confidence that are significantly correlated with emergent leadership. Some 
scholars regarded dominance as the single best adjective marker of Extroversion 
(Costa & McCrae，1988; Trapnell & Wiggins, 1990; Watson & Clark, 1997). Most 
important, the correlations between dominance, self-confidence and emergent 
leadership respectively have been proved to be significant by many dissertations. For 
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example, Bass (1990), Carbonell (1984), Cronshaw & Ellis (1991) and Hegstrom & 
Griffith (1992) as well as Kenny & Zaccaro (1983), Nyquist & Spence (1986) and 
Stein & Heller (1979) have supported the assumption that the assessment of 
dominance should predict perceptions of leader emergence. Hall et al. (1998)，Lord et 
al. (1986)，Smith & Foti (1998) and Zaccaro, Foti, & Kenny (1991) proclaimed 
generalizable validity for dominance as a prototypical leadership trait in their study 
series. And moreover, Megargee, Bogart & Anderson (1966) revealed that 
high-dominant individuals would emerge more often as leaders than the low-dominant 
individuals. Meanwhile, Kolb (1999) demonstrated that self-confidence was 
significantly correlated with assessment of leader emergence. Therefore, it is 
reasonable for us to hypothesize that the different level of Extroversion could cause 
the difference in emergent leadership due to the effects of dominance and 
self-confidence while extroverts are more likely to be viewed as emergent leaders 
than introverts are. 
Thirdly, we found that some factors composing the gender role - masculinity, 
which has been proved to be the significant predictor of emergent leadership, are also 
the components of Extroversion. Once the studies of emergent leadership's 
determinants have been extended from the traditional concentration of gender to 
gender role, researchers found that gender role accounted for more variance in leader 
emergence than biological sex (Kent & Moss, 1994; Megargee, 1969; Moss & Kent, 
1996; Nyquist & Spence, 1986). After performing tasks suitable for both genders, in 
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groups with more than one leaders, group members with masculine or androgynous 
(high in both masculinity and femininity) gender role characteristics emerge as leaders 
significantly more than those with feminine or undifferentiated (low in both 
masculinity and femininity) gender role characteristics (Cronshaw & Ellis, 1991; 
Goketpe & Schneier, 1988，1989; Karakowsky & Siegel, 1999; Kent & Moss, 1994; 
Kolb, 1999; Lord, De Vader, & Alliger，1986; Moss & Kent, 1996; Zaccaro, Foti, & 
Kenny, 1991). And in groups with one sole leader, masculine type is more likely to be 
perceived as the single emergent leader than any other gender-role type (Moss & Kent, 
1996). 
When looking at the Bern Sex-Role Inventory (1974) used by the above studies 
to identify gender roles, we discovered that the prominent items of masculine clearly 
illustrated that the person with masculinity is willing to take as a leader，acts like a 
leader, and has leadership abilities. Then the further investigation revealed that 
aggressive, assertive, ambitious, dominant, warm, friendly, jealous, willing to take 
risks, and making decisions easily are main components of masculinity and 
androgynous (Bern, 1974; Kolb, 1999). Comparing them with the descriptions of 
Extroversion, we could find that some of these components are also included in 
Extroversion too. In fact, Digman (1990) has declared his finding that 
masculinity/femininity resembled Extroversion/Introversion of the Big-Five Model. 
Since masculinity and androgynous are significantly correlated with emergent 
leadership, even we still could not assert that Extroversion is equal to masculinity, we 
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could assume that Extroversion is possibly the valid predictor of emergent leadership 
and the extrovert is more likely to be viewed as an emergent leader than the introvert 
is. 
Fourthly, our inspection explored that the main factors composing interpersonal 
behavioral capabilities, the indicator designed by Hall, Workman, 8c Marchioro (1998) 
that significantly predicted emergent leadership, also related to Extroversion. By Hall, 
Workman & Marchioro，s definition, behavioral capabilities refer to the ease with 
which an individual can perform a particular behavior when the situation requires it. 
Three researchers investigated the relationship between behavioral capabilities and 
perceptions of leader emergence in a small group and found that emergent leadership 
was higher for persons higher in behavioral capabilities. They further interpreted that 
behavioral capabilities were particularly relevant to emergent leadership because a 
person's ability to act as a leader may determine the extent to which he was actually 
capable of performing the behaviors relevant to leadership. Behavioral capabilities 
may lead to the attribution of leadership potential, especially when the capabilities are 
perceived by others (Hall, Workman, & Marchioro, 1998). 
Hall et al. (1998) summarized the behavioral capabilities into composite 
dimensions containing "Active" and "Friendliness". When we looked at the main 
detailed items of the dimensions, such as arrogant, ambitious, extroverted, dominant 
for "Active" and gregarious, warm, extroverted for "Friendliness", it was clearly 
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shown that Extroversion was not only a vital component of behavioral capabilities by 
itself, most main items of behavioral capabilities dimensions were also conceptually 
similar to those of Extroversion described in the Big-Five Model. On the basis of the 
significant relationship between behavioral capabilities and emergent leadership, we 
are able to generate the assumption that Extroversion is likely to be a relevant 
emergent leadership predictor. 
Fifthly, Extroversion is the core component of Self-monitoring (SM), the effect 
of which on emergent leadership has been found to be significant. Self-monitoring 
refers to people's ability to accurately perceive social roles that may differ from their 
internal states, dispositions, or attitudes, together with the needs & goals of a 
constituency, and then monitor & adjust their expressive behaviors to match situations 
accordingly (Carver, 1989; Snyder, 1974, 1979). Many researches including 
Cronshaw & Ellis (1991), Dobbins, Long, Dedrick, & Clemons (1990), Ellis (1988), 
Ellis, Adamson, Deszca & Cawsey (1988), Garland & Beard (1979), Hall, Workman, 
& Marchioro (1998)，Kenny & Zaccaro (1983), Kent & Moss (1994) and Zaccaro, 
Foti, & Kenny (1991) have proposed the positive relationship between SM and leader 
emergence across tasks when high self-monitors emerged as leaders more frequently 
than did low self-monitors. 
After checking the psychometric properties of the SM Scale (Snyder, 1974), 
Ellis, Adamson, Deszca, & Cawsey (1988) and Lennox & Wolfe (1984) found that 
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some items of the scale consistently loaded together to define the Extroversion factor 
that had core function in the scale. Because SM has been proved to have significant 
relationship with emergent leadership, it is possible that Extroversion has such 
significant relationship too while the extrovert is more likely to emerge as a leader 
than the introvert is. 
Finally, we assume that extroverts may improve their possibilities to emerge as 
leaders through the effects of Extroversion on job performance or group performance. 
The studies with regard to the Big-Five Model have indicated the positive impact of 
Extroversion on performance and then on success of two occupations: managers and 
sales (Barrick & Mount, 1991; Collins & Gleaves, 1998; Mount & Barrick, 1995; 
Salgado, 1997; Tett, Jackson & Rothstein, 1991). The positive performance and 
success may improve the extroverts' status in the people's perceptions and then make 
extroverts obtain more chances to be viewed as emergent leaders. 
Regarding the effect of Extroversion on group performance, Barry & Stewart 
(1997) provided evidence for its positive significance. At the individual level, through 
task-inputs and socio-emotional inputs, extroverts could promote the group 
performance. They are predisposed to view the prospect of working favorably and feel 
confident about their ability to perform well in a team environment with their positive 
emotional experience; they are more active and willing to work long hours in pursuit 
of their goals (Barry & Stewart, 1997). Recalling that the people who could assist the 
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group in reaching objectives will be the most possibly to emerge as leaders, we 
propose that extroverts have more such chances. 
In sum, our first hypothesis could be generated: 
Hypothesis 1: Extroverts (the people with high level of Extroversion) are more 
likely to be viewed as emergent leaders than the introverts (the people with low level 
of Extroversion) are. 
Organizational Citizenship Behavior (OCB) 
Past emergent leadership research based on leaders' characteristics mainly 
emphasized the effect of traits (e.g., Hollander, 1992; Lord, 1985), however, people's 
behaviors could also affect their performance in the group and perceptions in other 
people's eyes, consequently affect their possibilities to emerge as leaders. Therefore, 
the role of behaviors in emergent leadership could not be ignored, and many current 
works (e.g., Lord & Maher, 1991; Smith & Foti, 1998) have come to recognize this 
point. As one of the most important constructs that represents employee contribution 
in organizational contexts, Organizational Citizenship Behavior (OCB) has attracted 
many researchers' interest. Its importance in the organizations has also been 
recognized by large companies, and many instrumentalities have been adopted to 
promote it (Hui, Lam & Law，2000). Studying emergent leadership based on OCB 
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will strengthen our knowledge in behaviors' effect on emergent leadership. At present, 
Hui, Lam & Schaubroek (2001) presented that good organizational citizens were good 
candidates to become quality leaders, this conclusion offers us hint to introduce the 
OCB into the research of emergent leadership. Hence, this study will not only test the 
effect of trait - Extroversion but also test the effect of behavior - OCB. 
Definition and Significance of the Study on OCB 
Organ (1988，P4) defined Organizational Citizenship Behavior (OCB) as 
"individual behavior that is discretionary, not directly or explicitly recognized by the 
formal reward system, and that in aggregate promotes the effective functioning of the 
organization." Discretionary means that OCB is neither explicitly enforced nor 
required by the formal job contract. The behavior is rather a matter of personal choice, 
such that its omission is not generally understood as punishable. OCB represents 
actions of individuals that in the aggregate improve the functioning of organizations. 
In the aggregate is a significant qualifier here, we refer to summing across time for a 
single person and also summing across persons in the group, department and 
organization. Most OCB actions, taken singly, would not make a dent in the overall 
performance of an organization. In general, OCB could be understood as behaviors 
that: (a) employees are not explicitly rewarded for exhibiting, nor punished for not 
exhibiting; (b) are not included in an employee's description; and (c) employees are 
not trained to perform as part of their jobs (PodsakofF, MaKenzie, & Hui，1993). 
w 
Furthermore, Organ (1988) categorized OCB into five factors. One factor is 
Altruism, which includes all discretionary behaviors that have the effect of helping a 
specific other person with an organizationally relevant task or problem. A second 
form of OCB that has been identified empirically is called Conscientiousness. This 
factor captures the various instances in which organizational members carry out 
certain role behaviors well beyond the minimum required levels, for example, 
attendance. Organ also brought a factor that one might regard as Sportsmanship. This 
factor consists almost entirely of negatively worded actions that people refrain from 
doing. The members who demonstrate Sportsmanship avoid complaining, petty 
grievances, railing against real or imagined slights, and making federal cases out of 
small potatoes. Another dimension of OCB is Courtesy, refers to the consideration 
one employee gives to other employee or organizational constituencies. Courtesy 
includes such actions as "touch base" with those parties whose work would be 
affected by one's decisions or commitments. Advance notice, reminders, passing 
along information, consultation and briefing all suggest the intrinsic quality of 
Courtesy. The fifth factor is Civic Virtue that implies the responsible participation in 
the political life of the organization, such as a sense of involvement in what policies 
are adopted and which candidates are supported. Besides the above mentioned 
categorization pattern, Podsakoff, MacKenzie, Paine, & Bachrach (2000) suggested 
another pattern with two more dimensions: Individual Initiative and 
Self-Development. 
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In recent years, there has been an increasing interest in the topic of OCB. Much 
of this research has identified important antecedents of OCB including job satisfaction 
(Bateman & Organ, 1983; Organ, 1990; Organ & Konovsky，1989; Organ & Ryan， 
1995; Smith, Organ, & Near, 1983; William & Anderson, 1991), intrinsic and 
extrinsic job cognitions (Williams & Anderson, 1991), affect and mood state (George, 
1990; George & Bettenhausen, 1990; Hui，Law, & Chen, 1999), equity and fairness 
perceptions (Ball, Trevino & Sims. Jr, 1994; Farh, Podsakoff & Organ, 1990; 
Konovsky & Pugh，1994; Moorman, 1991; Organ & Konovsky, 1989), organizational 
commitment (Farh, Earley & Lin，1997; Morrison, 1994; O'Reilly & Chatman, 1986; 
Organ & Ryan, 1995; Podsakoff, Niehoff, MacKenzie, & William, 1993; Podsakoff, 
MacKenzie & Hui，1993; Williams & Anderson，1991), role definition (Morrison, 
1994), pay for performance (Deckop, Mangel & Cirka, 1999; Karambayya, 1990)， 
perceived instrumentality and promotion (Hui, Lam, & Law, 2000), task 
characteristics (Farh, Podsakoff & Organ, 1990; Karambayya, 1990), leader-member 
exchange (LMX) & perceived job mobility (Hui, Law & Chen, 1999), trust in the 
leader (Podsakoff, MacKenzie, Moorman & Fetter, 1990), supportive leader behaviors 
(Smith, Organ & Near, 1983), and transformational leader behaviors (Deluga, 1995; 
Podsakoff, MacKenzie., & Bommer，1996; Podsakoff, MacKenzie, Moorman, & 
Fetter, 1990). Nevertheless, our study intends to investigate the effect of OCB on 
emergent leadership through the evaluation of OCB consequences and then strengthen 
the research in this aspect. 
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Literature Fundamentals for Hypotheses 
OCB could enhance the organizational efficiency and effectiveness. Organ 
(1988) and Smith, Organ, & Near (1983) proposed that OCB had important 
consequences, not merely for the individual who engaged in them, but for other 
individuals, and for the organization as a whole. Recently, more researchers, such as 
Allen & Rush (1998), Borman & Motowidlo (1993) and Organ & Konovsky (1989), 
conducted the studies to empirically test the function of OCB to the organization. 
These studies focused on two points: (1) the effects of OCB on organizational 
performance and (2) the effects of OCB on managerial evaluations of individual 
performance (PodsakofF, MacKenzie, Paine, & Bachrach, 2000). Our discussion is 
developed via the comparison of OCB and Functional Leadership Behavior (FLB) 
together with the two research focuses of OCB consequences. 
Firstly, we discovered that some components of FLB and leadership prototype 
suggested by Lord, Binning, Rush, & Thomas (1978), Lord, Foti, & De Vader (1984), 
Phillips (1984), Yukl & Van Fleet (1998) and Winters (1997) were similar to those of 
OCB. For example, a) facilitating information exchange and directing 
communications; b) coordinating behavior; c) removing barriers or providing 
resources by explaining or showing others how to do a job or approach a problem; d) 
fulfilling non-task needs of members by showing concern for others; e) reducing or 
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avoiding conflict; and f) developing a positive group atmosphere (Cronshaw & Ellis, 
1991; Cronshaw & Lord, 1987). Since FLB has been found to be significantly related 
with leadership perceptions (Lord, 1977)，we assume that people with High-OCB 
(high level of OCB) could also induce these perceptions. Meanwhile, people with 
High-OCB are more likely to perform such behaviors as caring, dedicated, concerned, 
cooperative and self-learning, which are also regarded as prototypical leadership 
behaviors. These behaviors may improve their possibilities to be viewed as emergent 
leaders. 
Secondly, OCB was found to have a substantial impact on organizational 
performance. Smith et al. (1983), Brief & Motowidlo (1986)，Borman & Motowidlo 
(1993)，Podsakoff, Ahearne, & MacKenzie (1997) and Posdakoff & MacKenzie (1994， 
1997) revealed that OCB made an important positive contribution to overall 
performance and then to organizational effectiveness. Employees of high performing 
organizations generally get higher ratings of OCB level whereas lower levels of OCB 
are associated with low performing organizations (George & Bettenhausen，1990; 
Podsakoff & MacKenzie, 1997; Walz & Niehoff, 1996). Specifically, Podsakoff, 
Aheame and MacKenzie (1997) detected that Altruism, Courtesy and Sportsmanship 
had significant effects on performance quantity while Altruism and Courtesy had 
significant impacts on performance quality. 
OCB contributes to organizational effectiveness by the following facets: (a) 
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enhancing coworker and managerial productivity (MacKenzie, PodsakofF, & Fetter, 
1991; Organ, 1988; Podsakoff & MacKenzie, 1994)，(b) freeing up resources so it can 
be used for more productive purposes (Borman & Motowidlo, 1993; Organ, 1988; 
PodsakofF & MacKenzie，1997), (c) reducing the need to devote scarce resources to 
purely maintenance functions (Organ, 1988; Podsakoff & MacKenzie, 1997)，(d) 
helping to coordinate activities both within and across work groups (Karambayya, 
1990; Smith, Organ, & Near，1983), (e) strengthening the organization's ability to 
attract and retain the best employees (George & Bettenhausen, 1990; Organ, 1988)，(f) 
increasing the stability of the organization's performance, and (g) enabling the 
organization to adapt more effectively to environmental changes (Karambayya, 1990; 
Walz & Niehoff, 1996). 
If indeed people who could help the group attain the group goal will be more 
likely to emerge as leaders, we have reasons to believe that the people with 
High-OCB could get more chances in emergent leadership. By their efforts on the 
organization, organizational performance is improved, the organizational effectiveness 
is raised, and then finally organizational success is positively promoted. The group 
success leads to the attainment of the group's final goal, in another aspect it also 
possibly leads to the High-OCB people's personal success - to emerge as leaders, 
especially when their contributions to the group match the potential leader 
requirements. 
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Thirdly, we notice that managers' evaluations of individual performance are 
influenced by OCB. This finding stems from the results in the research of MacKenzie, 
Podsakoff & Fetter (1991) and Posdakoff & MacKenzie (1994) indicating that OCB 
consistently accounts for a substantial proportion of the variance in managerial 
evaluations of employee performance while engaging in High-OCB could trigger 
positive affect. These evaluations at a high degree would influence managerial 
judgements and decisions, including several important personnel decisions towards 
the individual employee (MacKenzie, Podsakoff & Fetter，1991; Podsakoff, 
MacKenzie, & Hui，1993). Hui, Lam & Law，s research (2000) supported this opinion 
by mentioning that employees who performed higher levels of OCB prior to the 
promotion decision were more likely to receive promotion than employees who 
performed lower levels of OCB were. According to these findings, as the prototypical 
good employees, people with High-OCB who receive high evaluations from managers 
may be provided more opportunities to put their talents into use, thus more chances 
appear for them to be salient and perceived as emergent leaders. 
Thus I suggest Hypothesis 2. 
Hypothesis 2: People with High-OCB are more likely to be viewed as emergent 
leaders than the people with low level of OCB (Low-OCB) are. 
Gender 
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When conducting the study of emergent leadership, gender has been an 
important factor, our study also considered this factor. Much prior research has found 
that gender is an important predictor of emergent leadership. In initially leaderless 
groups, men emerge as leaders to a greater extent than do women (Carbonell, 1984; 
Dobbins, Long, Dedrick, & Clemons，1990; Eagly & Wood, 1991; Hegstrom & 
Griffith, 1992; Kent & Moss, 1994; Megargee, 1969; Nyquist & Spence, 1986). 
Relative to women, men fare better in mixed-gender contexts; they are more 
influential and less influenced than women are (Eagly & Karau, 1991; Hall, Workman, 
& Marchioro, 1998; Stein & Heller，1979). Although these statements are challenged 
recently, especially after the appearance of gender role theory, we argue that most 
studies regarding the effect of gender role on emergent leadership were carried out in 
the western nations, where the campaign of female liberation has lasted for many 
years. In China, this eastern ancient country, the situation may keep the same as 
before. What is the real situation? We have interest to briefly analyze this problem in 
the study. 




Most existing studies on the antecedents of emergent leadership have typically 
examined individual variable, but the researchers who opposed this approach argued 
that no single variable, regardless of whether it was trait or behavior, would ultimately 
provide a complete explanation of leadership emergence (Ellis, 1988; Ellis, Adamson, 
Deszca, & Cawsay，1988; Fiedler, 1996). With the appearance of categorization 
theory that explains leadership perceptions in terms of matching a set of stimulus 
attributes, multivariate analysis seems more appropriate to identify leaders (Holmes, 
Sholley & Walker，1980; Lord, De Vader, & Alliger，1986; Lord, Foti, & De Vader, 
1984). Hence, some recent studies extended their work by adopting the multivariable 
pattern approach. However, they still put the attention on traits (i.e., Smith & Foti, 
1998). Until now we haven't seen any study that regards the behavior as one of the 
multivariables. Our study intends to make up this theoretical blank with the 
synchronous consideration of trait and behavior that are represented by Extroversion 
and OCB respectively. 
In fact, some studies at present suspected the unitary impact of Extroversion on 
emergent leadership, such as Stein & Heller (1979) and Tett, Jackson, & Rothstein 
(1991). We also agree that just testing the impact of trait- Extroversion is not enough 
to predict the emergent leadership when behavior is another important factor that 
could not be ignored in prediction because people's perceptions towards a potential 
leader are affected by not only the traits but also the behaviors. An extrovert with poor 
performance in the group will not necessarily be viewed as an emergent leader. For 
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instance, Judge, Martocchio, & Thoresen (1997) found that extroverts were more 
frequently to be absent than introverts were in the group. If extroverts poor in absence 
could not control this defection, their impression in other people's perceptions may be 
radically depreciated, thus their possibilities to emerge as leaders will also be reduced. 
In another aspect, just testing the impact of behavior- OCB may not be enough 
to predict emergent leadership. As the standard originally designed for evaluating 
employee performance, OCB may predict a good employee rather than an emergent 
leader. A person presenting high level of OCB could only demonstrate that he or she 
is a good employee but not necessarily be an emergent leader. If people with 
High-OCB are inactive and dull in expressing themselves, they may not be easy to 
establish the favorable social relationships with others and come to be the center of 
the group, in consequence block their leader emergence. Besides, given the 
High-OCB people lack ambition, they may not be aggressively in obtaining the 
leadership status either. On this condition, we have no adequate confidence to say that 
people with High-OCB are necessarily be viewed as emergent leaders. Simply 
evaluating the effect of one factor may not provide the meaningful enough results. 
At this moment, we found that considering Extroversion & OCB together and 
testing their interactive effect could help us better predict the emergent leadership 
because the characteristics high in both aspects could provide more credibility, that is 
to say, they could make up the possible weaknesses high in only one aspect we 
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mentioned above. For example, due to the high level of OCB, people high in both 
Extroversion and OCB will attend at work more than the norm so that the attendance 
is guaranteed (Chen, Hui, & Sego，1998), the performance could impress other group 
members better than could extroverts with low level of OCB who may be more 
possibly to be absent, hence emergent leadership of those high in both aspects is 
raised. On the other hand, they are more likely to induce people's attention and favors 
than introverts with High-OCB because of their Extroversion characteristics of 
sociability, talkativeness and activeness. Moreover, the components of Extroversion 
such as dominance, assertiveness, aggressiveness and the leadership activities push 
people high in both Extroversion and OCB to pursue leadership positions and then 
emerge as leaders. Thus we propose the following. 
Hypothesis 4: The interactive effect of Extroversion and OCB is significant. 
People with High-Extroversion and High-OCB are more likely to be viewed as 
emergent leaders than other people are. 
China is an ancient nation with some conservative points towards the social 
roles of different genders remained, for instance, men always perform better than 
women and occupy stronger positions in the organizations. The opinions that males 
may be more likely to emerge as leaders and the dominant positions of males in the 
mixed-gender groups (e.g., Megargee, 1969) seem to be particularly applicable in 
China. Provided the study was conducted in China, just testing the interactive effect of 
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Extroversion and OCB may not offer adequate evidence in predicting emergent 
leadership while the factor of gender could not be ignored. A female high in both 
Extroversion and OCB may have less opportunity to emerge as a leader than a male 
with same conditions just because she is a female. She may even have less 
opportunity to emerge as a leader than a male low in Extroversion or OCB just 
because she is a female. Therefore, considering Extroversion, OCB and gender 
together may help us better predict emergent leadership. We suppose that people 
occupying advantages in all Extroversion, OCB and gender are more possibly to be 
viewed as emergent leaders than others. This is our fifth hypothesis. 
Hypothesis 5: The interactive effect of Extroversion, OCB and gender is 
significant. Males with High-Extroversion and High-OCB are more likely to be 
viewed as emergent leaders than other people are. 
Also concerning the findings of Lord, Phillips, & Rush (1980) that rater gender 
was significantly related to the ratings of emergent leadership, we prefer to adding 
one more factor - rater gender- into analysis. The developing society offers more 
opportunities for women to participate into the business and show their talents. As the 
traditional weak-force colony, women who perform well in the groups may be 
regarded as especially prominent. They may get more favor and appreciation from 
female raters than from male raters due to the identification of same gender when the 
good performance is considered as effort in improving all females ’ social status. On 
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the contrary, men low in Extroversion and OCB may get special negative comments 
from the female raters because in the women's eyes, men traditionally should be 
better than women in the society, those who could not match the social requirements 
are not favored by the female raters. They may get higher ratings from male raters just 
because of the identical gender. According to these considerations, we think that 
Extroversion, OCB, ratee gender and rater gender together could generate more 
overall explanations on the result of emergent leadership. Therefore we propose the 
following. 
Hypothesis 6a: The effect of rater gender on emergent leadership is significant. 
Hypothesis 6b: The interactive effect of Extroversion, OCB, ratee gender and 
rater gender on emergent leadership is significant. 
Hypothesis 6b (1): Female ratees with High-Extroversion & High-OCB are 
more likely to get higher ratings from female raters than from male raters. 
Hypothesis 6b (2): Male ratees with Low-Extroversion & Low-OCB are more 





A 2 (High-Extroversion vs. Low-Extroversion) x 2 (High-OCB vs. Low-OCB) 
X 2 (Male ratee vs. Female ratee) x 2 (Male rater vs. Female rater) mixed-factorial 
design was adopted to assess the relationships between the independent variables and 
the dependent variable, and paired-samples Uests were used as the post-hoc test 
approaches to compare the means. Our model contained up to three within-subjects 
factors, they were Extroversion, OCB and ratee gender. Regarding the 
between-subjects factor, we took into account the rater gender. Emergent leadership of 
candidates in the stimulus materials was repeated measured by respondents. 
One main advantage for using the repeated measures mixed-factorial design 
was increased precision and smaller error term when three within-subjects factors 
were combined in one subject. Another advantage matching our study was that with 
certain emergent leader candidates, fewer respondents evaluating the potential of 
emergent leadership could produce the same results as originally more respondents 
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could. The main potential disadvantage of the repeated measures was the possible 
carryover effect (Stevens, 1992)，we partially counterbalanced the treatments to solve 
this problem. Here treatment refers to the arrangement of organizing emergent 
leadership candidates' references in the stimulus materials, which will be discussed in 
details later. 
Variables 
Independent variables: Extroversion, OCB, ratee gender and rater gender 
Dependent variable: Emergent leadership 
Independent Variables Measures 
Extroversion 
The Extroversion measure we used in this study was the NEO PI-R Form S that 
was developed by Costa & McCrae (1994). It is a questionnaire measure of the 
Five-Factor Model in which 8-item scales are used for each of six facets within each 
of the broad trait dimensions, and overall dimensional scores are obtained by 
summing the scores of the six facets. The previous studies revealed that Coefficient 
alpha for the Extroversion was a = .87 (Judge, Martocchio, & Thoresen’ 1997; 
McCrae & Costa, 1987). Teachers specialized in English of one university in Fujian 
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Province translated the original measure into Chinese and then their colleagues back 
translated into English again to ensure that the meaning of Chinese version was the 
closest to that of the English one. Appendix A and Appendix B are English version 
and Chinese version of the measure respectively. 
Organizational Citizenship Behavior (OCB) 
We used 24 items of OCB scale by Podsakoff, MacKenzie, Moorman & Fetter 
(1990). It was developed based on Organ (1988)'s identification on five major types 
of OCB: Altruism, Conscientiousness, Sportsmanship, Courtesy, and Civic virtue but 
regarded OCB as the aggregated behavior rather than separate five dimensions. 
Similar to our treatments on the measure of Extroversion, we translated the English 
version of OCB scale into Chinese. Appendix C and Appendix D are English version 
and Chinese version of the scale. 
Dependent Variable Measure 
Emergent leadership 
Leader emergence was assessed using the 5-item scale developed in Kent & 
Moss's research (Kent & Moss, 1994; Moss & Kent，1996) and Dobbins, Long, 
Dedrick, & Clemons (1990)，s study respectively. The first three items were from a 
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complete scale based on research results suggesting that the emergent leaders in 
groups talk more than others, participate more actively, and make more attempts to 
influence the group (Bass, 1990). Our measure asked the respondents to rate the 
extent to which they feel that each emergent leader candidate could (1) always assume 
a leadership role, (2) always lead the conversation, (3) always influence group goals 
and decisions, (4) be recommended in attending the training program in USA and (5) 
have potential to be elevated in the future on a 5-point Likert scale ranging from “1 = 
Strongly disagree" to "5= Strongly agree" or from "l=Very Little" to "5=Very Much." 
respectively. Reliability coefficient alphas of this scale were .92, .89 and .91 in our 
study after analyzing respondents' answers. The last two items were devised 
according to the contents of stimulus materials, which will be described in details 
later. 
Stimulus Materials 
We designed sets of questionnaires containing stimulus materials. At the 
beginning of each questionnaire, we explained that the objective of research was to 
study what kinds of personality and behavior of employees had more influence on the 
emergence of the employee as a leader. Anonymity and confidentiality of the 
participants' answers would be protected so that they could finish the questionnaires 
candidly. The code at the end of each questionnaire was used to help the researchers 
identify questionnaire meanwhile guaranteeing the protection of confidentiality. As 
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researchers, we could only know the code but could not know who actually answered 
the questionnaire. In addition, the data analysis would be conducted on group and 
average basis in order to further protect the information of participants and make the 
statistical result significant. Whole formal part of one questionnaire composed three 
sections. The participants were expected to answer the questions after carefully 
reading the instructions for each section. 
The design of stimulus materials was the within-subjects scenario design. That 
is to say, we designed scenarios that contained the three within-subjects factors 
(Extroversion, OCB and ratee gender). There were eight different scenarios, each 
scenario contained description of an employee who varied systematically on the three 
within-subjects factors (e.g., High-Extroversion x High-OCB x Male ratee, 
High-Extroversion x Low-OCB x Male ratee, Low-Extroversion x High-OCB x 
Female ratee). Participants were to rate these employees on their emergent leadership 
potential. A cover story and the profiles of several emergent leader candidates (ratees) 
were offered, all of information were fictional, which meant that no matter cover story 
or candidates' profiles were not true. They were designed just to create an 
environment for the process of leader emergence and impress participants with given 
different levels or aspects of candidates' three emergent leadership predictors. On this 
condition, participants did not know the candidates; they did not really engaged in the 
same group with candidates and interacted with them either. What we expected was 
that participants would supposedly put themselves into the scenario and pretend that 
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they were staying, interacting with candidates and observing their performance, then 
judge which candidate is more likely to be viewed as emergent leader? 
The first section of stimulus materials is the background explanation that is 
divided into two subsections. The first subsection is the cover story: "With the 
prosperous development of Chinese securities trade，the business of Tai Sheng 
Securities Co., Ltd expands rapidly. In order to keep pace with the future strategy, the 
company decides to send some same-level managers from the Department of Equity 
Administration to US Goldman Sachs to attend a training program lasting for three 
months. The candidates who present prominent emergent leadership during the 
program would have greater chance to be elevated." Main portion of the program 
included a one-month survival camp that required candidates to organize by 
themselves to solve the problems and survive in the field without assistance and 
nominated leader. The purpose of the camp was to train and distinguish the 
candidates' characteristics and their potential of emergent leadership. Eight candidates 
(four men and four women) from different regional branches of the department were 
selected. They were strange to each other; all of them had no experience and 
advantage in the field survival. 
Next subsection describes the profiles of eight candidates. We provided two 
tables ahead for respondents to summarize the points of candidates' information. 
Candidates' profiles included their resumes plus their trait (Extroversion) and 
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behavior (OCB) descriptions. In consideration of avoiding respondent bias, we 
proposed that their basic information, such as ages, nationalities, educational levels 
and working experience, was similar and could match people's common requirements 
towards a leader: their ages ranged from 30 to 31; they were all Chinese; they all got 
bachelor and MBA degrees without releasing their graduated schools; and they had 
similar-year experience at similar positions by working for some investment 
institutions, the names of which before entering Tai Sheng were fictional so that the 
various institutional reputations would not affect the participants' judgements. 
The main information of candidates in the study should be their Extroversion, 
OCB and genders. Different levels of Extroversion and OCB we expected to impress 
respondents were devised based on Chinese versions of the measures (Appendix B for 
Extroversion measure and Appendix D for OCB measure). We edited and changed the 
originally questionnaire pattern of Extroversion and OCB measures into descriptive 
pattern. For High-Extroversion and High-OCB, we used positive words; for 
Low-Extroversion and Low-OCB, we used negative words. For example, we 
described an extroverted candidate as "He or she is warm, gregarious, assertive, active 
and excitement-seeking." On the contrary, we described an introverted candidate as 
"He or she is cool, alone, loosely, inactive and quiet." Regarding candidate with 
High-OCB, we used the descriptions such as "He or she would like to help others who 
have heavy work loads and is always ready to lend a helping hand to those around 
him/her." To candidate with Low-OCB, we adopted the descriptions such as "He or 
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she refuses to help others who have work related problems and consumes a lot of time 
complaining about trivial matters." 
After the participants answered emergent leadership questions in Section 2，they 
may rate the real levels of candidates' Extroversion and OCB in a table for later 
manipulation-check, the purpose of which was to see whether our manipulation was 
valid and the descriptions about Extroversion and OCB caused right impression to 
respondents, thus ensured that the data results were meaningful. 
Profiles of eight candidates were organized in the questionnaires based on partial 
counter balancing in order to avoid the carryover effect, consequently altogether 48 
arrangements appeared. Details to generate arrangements please see Appendix E. The 
order of the candidates' names in the questions of Section 2 and summary & 
manipulation-check tables also followed these arrangements. Each questionnaire 
matched one arrangement, thus we may need at least 48 respondents to answer the 
whole set of questionnaires with all arrangements. 
Participants provided their own background information, such as their genders, 
ages, marital status, professions, tenures and positions in the last section - Section 3. 
Since the mother tongue of all participants is Chinese, the complete sets of 
questionnaires are in Chinese version with totally 25 pages per binding. 
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Control Variables 
We tried to control some factors that may potentially confound the research 
results. As mentioned above, part of candidates' basic information, such as their ages 
and nationalities, was similar or the same. Moreover, we hid their bachelor and MBA 
graduated schools and gave the dummy names of institutions they had served in order 
to avoid the respondents' bias. Meanwhile, the participants in the study didn't have 
prior familiarity with the candidates so that interpersonal attractiveness would not 
make confound effects (Goktepe & Schneier，1989). 
Participants 
Participants in the study were 96 MBA students respectively from a large 
university located in Guangzhou and a medium university in Beijing. Forty-eight 
students from each city received, answered and returned the questionnaires, 
representing a response rate of 100%. However, because some questionnaires were 
finished incompletely with many missing data, we decided to omit the cases contained 
too many missing data. At last, four cases from Guangzhou and two from Beijing 
were excluded, altogether 90 cases were then left for the formal data analysis. Among 
the used 90 cases, 44 belonged to Guangzhou and 46 belonged to Beijing. Numbers of 
the participants, no matter solely from Guangzhou or Beijing, or from both places, 
were above 30. 
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As can be seen in Table 1，within the group of 44 participants from Guangzhou, 
24 (54.5% of the total) were female and 20 (45.5% of the total) were male. They 
occupied a wide range of professions from finance to management when the ages 
were from 21 to 33 and the average was 25.34 (SD=3.34). The largest portion (72.1%) 
of the respondents were directly engaged in the major of management and 76.9% 
reported to be supervisors with the mean organizational tenure of 3.01 years. They 
were mainly unmarried (81.4% of the respondents). 
Altogether 77.3% of the respondents from Beijing reported to be male and 
22.7% reported to be female. Among the professions they engaged, management 
occupied the largest proportion (71.7% of the respondents) and 72.7% of the 
respondents reported to be the supervisors with the mean organizational tenure of 2.57 
years. The ages of the respondents were from 23 to 38 and the average was 29.48 
(SD=3.35). 47.8% of the respondents have been married. 
Experimental Manipulations 
Manipulations of three within-subjects emergent leadership predictors (trait, 
behavior and gender) were conducted by designing different levels or aspects of 
Extroversion (high vs. low), OCB (high vs. low) and ratee gender (male ratee vs. 
female ratee) in the stimulus materials. When respondents read the materials, they 
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were impressed by information we offered and then made judgements of leader 
emergence based on it. Manipulation of between-subj ects factor- rater gender was 
effected by selecting respondents with different genders. 
In Guangzhou, 48 respondents (24 men and 24 women) were randomly selected 
from the MBA program and grouped to answer the questionnaires in the class. They 
were briefed on the purpose of our study and informed that their ratings would affect 
the evaluations on the potential of candidates' emergent leadership. Nevertheless, the 
questionnaires did not have perfect answers that could b.e simply classified as "right" 
or "wrong". What the respondents should do was to answer the questions 
conscientiously and honestly after carefully reading the stimulus materials. 
Then we handed out the questionnaires to the respondents by instructing that 
each respondent would get one questionnaire of unique arrangement so that they 
could finish the questionnaires independently and the discussion between each other 
was unnecessary. Twenty-four male respondents randomly got 24 questionnaires of 
AB arrangement and 24 female respondents randomly got the other 24 questionnaires 
of BA arrangement. After that respondents began to independently read through the 
stimulus materials, including the cover story and the profiles of candidates. Some 
respondents marked down the main points of candidates' references in the summary 
tables while reading in order to strengthen their memory. Successively respondents 
rated the emergent leadership measures, filled out the manipulation-check tables and 
4 3 
offered their own background information. They were allowed to leave the class once 
they finished and submitted the questionnaires. The earliest submitter used 50 minutes 
and the last one submitted 30 minutes later, thus the whole procedure lasted for about 
100 minutes covering the instruction time. Finally we packed up all questionnaires 
according to the code numbers at the end of the questionnaires, expressed our thanks 
to the organizers in the university and then dismissed. 
Regarding the experiment in Beijing, we packed the printed 48 questionnaires 
in Hong Kong and then posted them to our representative in Beijing. Experiment 
manipulations in Beijing were similar to those in Guangzhou. 
^ 
Table 1 
Descriptive Statistics of Research Participants for Guanghzou Data and Beijing Data 
Details Guangzhou Beijing 
Gender 
Male 45.50% 77.30% 
Female 54.50% 22.70% 
Age 
M 25.34 29.48 
SD 3.34 3.35 
Minimum 21 23 
Maximum 33 38 
21 to 25 63.40% 10.90% 
25 to 30 26.80% 63% 
Above 30 9.80% 26.10% 
Martial Status 
Unmarried 81.40% 52.20% 
Married 18.60% 47.80% 
Profession 
Management 72.10% 71.70% 
Marketing 2.30% 19.60% 
Others 25.60% 8.70% 
Organizational Tenure 
_M 3.01 2.57 
迎 3.42 3.04 
Recent Position 
Supervisor 76.90% 72.70% 




The statistical program we relied on to conduct the data analysis was SPSS 
software. 
Manipulation Check 
Before the main analysis, we conducted manipulation check on the designed 
levels of Extroversion and OCB by adopting several paired-samples Uests on the 
average real ratings from respondents. We respectively tested the data from 
Guangzhou (later marked as Guangzhou data), Beijing (later marked as Beijing data) 
and both (later marked as Aggregate data). 
As can be seen in Table 2, with Guangzhou data, the mean of 
High-Extroversion was significantly different from that of Low-Extroversion, t(43)= 
22.80, p < .001. Real rating of High-Extroversion was higher than that of 
Low-Extroversion (M=4.52, 1.97). The mean real rating of High-OCB was also 
significantly higher than that of Low-OCB, t(43)= 1 8 , . 0 0 1 (M= 4.23, 1.94). 
'The data were analyzed according to James (1992) and Weinfurt (2000). 
^ 
Beijing data and Aggregate data generated the same conclusions: With Beijing data, 
mean real rating of High-Extroversion was significantly higher than that of 
Low-Extroversion, t(45)= 6.45, £< .001 (M= 3.47, 2.47) and mean real rating of 
High-OCB was significantly higher than that of Low-OCB too, t(45)= 6.04,2< .001 
(M= 3.40，2.78); with Aggregate data, mean real rating of High-Extroversion was 
significantly higher than that of Low-Extroversion, t(89)= 13.97, e< .001 (M=3.98, 
2.23) and mean real rating of High-OCB was significantly higher than that of 
Low-OCB, t(89)= 12.00, 2< .001 (M=3.81, 2.37). Based on these findings, I 
concluded that no matter the raters were from Guangzhou or Beijing, manipulations 
were successful. 
Table 2 
Means of Designed Independent Variables' Levels for Manipulation Check 
Independent variables df Mean Mean ！-value 
(High) (Low) 
Extroversion 
HEa vs. LE 
Guangzhou data 43 4 .52 1.97 22.80氺氺氺 
Beijing data 45 3.47 2.47 6.50*** 
Aggregate data 89 3 .98 2 .23 13.97*** 
OCB 
HO vs. LO 
Guangzhou data 43 4 .23 1.94 18.00氺氺氺 
Beijing data 45 3.40 2 .78 6.04*** 
Aggregate data 89 3.81 2.37 12.00*** 
Note. ***p< .001 
a HE, LE, HO, LO respectively present High-Extroversion, Low-Extroversion, 
High-OCB and Low-OCB. 
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Factor Analysis and Reliability Analysis 
The next step in our analysis was to examine the factor structure of the five 
items of emergent leadership measure in the experiment. As these five items were 
separately from Kent & Moss and Dobbin et al.'s studies ((Kent & Moss, 1994; Moss 
& Kent，1996; Dobbins, Long, Dedrick, & Clemons，1990)，it was necessary for us to 
conduct the factor analysis and reliability analysis to check whether five items could 
be identified to group a summated scale. 
This study was suitable for the factor analysis that analyzed the correlations 
between variables to identify the dimensions. Regarding the sample size, as the 
analysis was focus on the five items and there were eight candidates, we could count 
out 352 cases from Guangzhou (44 x 8= 352), 368 cases from Beijing (46 x 8=368) 
and totally 720 cases from both locations (352 + 368=720), the sizes were adequate 
for the analysis. All 70-to-l (352 cases/ 5 items), 74-to-l (368 cases / 5 items) and 
144-to-l (720 cases / 5 items) ratios of observations to variables fell within the 
acceptable limits. We conducted the analysis separately with the Guangzhou data, 
Beijing data and Aggregate data. 
Results of the Guangzhou Data 
Inspection of the Bartlett test revealed that overall correlations were significant 
60 
at the .001 level, which supported the assumption that significant correlations existed 
among the variables. Then Table 3 shows that MSAs (Measures of Sampling 
Adequacy) were all above the meritorious .80，indicating that all five items could be 
kept into the next stages of the analysis. After that the only significant eigenvalue 
(3.83) got from the component analysis demonstrated that only one component (factor) 
was extracted. This extracted component represented 76.67 percent of the total 
variance of the five items. Communalities for individual item ranged from .61 to .87, 
indicating that a large amount of the variance in each item could be extracted by this 
factor. Finally, we found that the indices representing the correlations between five 
items and the factor - factor loadings were from .78 to .93，all five items loaded 
significantly on the factor. Therefore, we concluded that the five items could construct 
a complete scale to measure the emergent leadership. 
Results of the Beijing Data 
The Barlett test also presented significant correlations at .001 level among five 
items. When looked through the Table 3, we found that all MSAs were above 
acceptable .80，which indicated the existence of the underlying factor. Then the 
component analysis explored only one significant eigenvalue (3.52), which meant that 
only one component (factor) was extracted. This factor accounted for 70.35 percent of 
the total variance of five items and communalities of acceptable .53 to .78 for each 
item. All factor loadings ranged from .73 to .88 were falling within the practically 
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significant level. Considering together the factor loadings and the sample size, we 
believe that the factor loadings we got in the study could also guarantee the statistical 
significance at .05 level (Hair et al.，1998). All above results supported the conclusion 
that the structure of five items belonged to one dimension and five items could be 
organized as a scale. 
Results of the Aggregate Data 
The aggregate data of Guangzhou and Beijing included 720 cases. Barlett test 
showed that overall correlations were significant at the .001 level. In Table 3, high 
MSAs (>. 80) ensured that the interrelationships among items were powerful. Then 
the component analysis extracted only one factor because of only one significant 
eigenvalue (3.67). This extracted component represented 73.48 percent of the total 
variance of the five items and acceptable .67 to .82 communalities of each item. 
Factor loadings of five items ranged from .82 to .90，which meant that all five items 
were significantly explained by this factor, and in consequence provided evidence to 
conclude that the five items could construct a complete scale based on one dimension. 
In sum, the five items in the experiment could be condensed into one dimension 
and form a single composite measure. In this measure, the average score of the items 
was used as one variable. A benefit of this kind of summated scale is that it provides a 
means to somewhat overcome the measurement error inherent in all five items. By 
^ 
using the average response of five items, we weakened the reliance on a single item 
and then the measurement error that might be caused by a single item was reduced. 
Another benefit of the summated scale is the ability to represent the multiple aspects 
of emergent leadership items in a single measure. If we adopted the five items 
respectively in the study, we might complicate the interpretations of the results 
because of the redundancy in the emergent leadership items. Instead, the summated 
scale combined the five items into a single measure and represented what was held in 
common across five items. This method could maintain the parsimony in the number 
of variables in our model (Haire.Jr, Anderson, Tatham, & Black, 1998). 
The above conclusion about the single dimension of five emergent leadership 
items was further explained by the reliability analysis. Table 4 presents that the 
reliability coefficient alphas for the scale were .92, .89 and .91 with Guangzhou data, 
Beijing data and Aggregate data respectively. Rather high and acceptable alphas 
indicated that a large portion of the variance in the five items was attributable to a 
general factor, and if five items were combined to be one scale, the internal 
consistency was strong. The reliability alphas also provided evidence in supporting 
the unidimensionality and homogeneity of the measure (Cortina, 1993). As the result, 
finally we decided to use the mean rating of five items to measure emergent 
leadership in the analysis. 
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Table 3 
Results of Factor Analysis with Guangzhou Data, Beijing Data and Aggregate Data 
Item 
Item N 1 2 3 4 5 
Guangzhou 352 
data 
MSA .88 .92 .92 .85 .86 
Eigenvalues 3.83 0.47 0.36 0. 19 0. 14 
% of variance 76.67% 9.42% 7.29% 3.76% 2.86% 
Communalities .81 .61 .71 .87 .83 
Factor loadings .90 .78 .84 .93 .91 
Beijing 368 
data 
MSA .88 .87 .83 .84 .91 
Eigenvalues 3.52 0.57 0.41 0.28 0.22 
% of variance 70.34% 11.39% 8.28% 5.63% 4.37% 
Communalities .68 .78 .78 .76 .53 
Factor loadings .82 .88 .88 .87 .73 
Aggregate 720 
data 
MSA .90 .91 .89 .85 .90 
Eigenvalues 3.67 0.44 0.35 0.31 0 .23 
% of variance 73. 48% 8. 83% 6. 99% 6. 20% 4. 49% 
Communalities .75 .67 .74 .82 .69 
Factor loadings .87 .82 .86 .90 .83 
Table 4 
Reliabilities of the 5-Item Emergent Leadership Measure by Guangzhou Data, 
Beijing Data and Aggregate Data 
N Alpha 
Guangzhou data 340 .92 
Beijing data 355 .89 
Aggregate data 695 .91 
^ 
Hypotheses Testing 
We considered the effect of rater location (in the SPSS program rater location 
was marked as origin) because of the different cultures in Guangzhou and Beijing. 
Since two cities are located in two distant regions of China, the people there may hold 
different views and comments on some topics, such as the feeling of emergent 
leadership. Results after running a Repeated Measures ANOVA (RM ANOVA) with 
Aggregate data when origin was set as the between-subjects factor supported our 
assumption: The significant main effect of rater location was detected, F(l, 88) =9.04, 
2< .01. Then we decided to use Guangzhou data and Beijing data as sub-samples to 
respectively test the hypotheses rather than use Aggregate data when rater location 
should be considered as the effective factor. 
Hypotheses Results with Guangzhou Data 
The hypotheses were tested firstly by examining the assumptions of the RM 
ANOVA. Ordinarily speaking, ANOVA is sensitive to the entry order of independent 
variables, but three independent variables of our study were contained together in the 
candidates and we used the mean ratings to conduct the analysis, so the results will 
not be affected by the entry order of independent variable in this study. 
Based on the Box's test, no significant difference was found towards the 
« 
observed covariance of the emergent leadership across rater genders (F= 1.19, df=36, 
5520, n.s.). Results of Levene's test revealed equal error variance of the emergent 
leadership of each candidate across rater genders as well, thus homogeneity 
requirement was met. With regard to sphericity, as e =1, sphericity requirement was 
met. The satisfaction of the assumptions supported the appropriateness of the model 
in use. Tests of hypotheses based on the model are shown in Table 5 and Table 6. We 
would like to discuss the findings as follows. 
Hypothesis 1 predicted that extroverts were more likely to be viewed as 
emergent leaders than the introverts were. The results of our analyses supported the 
assertion of this hypothesis, F(l,42)=250.97, 2<.001, ？7 .86, observed power=1.00 
and the mean emergent leadership rating of High-Extroversion candidates was 
significantly higher than that of Low-Extroversion candidates, t(43)= 16.07, .001 
(M=3.67, 2.23), as shown in Figure 1. Besides, Hypothesis 2 predicted that the people 
with High-OCB were more likely to be viewed as emergent leaders than the people 
with Low-OCB were. The results also supported this hypothesis, F(l,42)=217.28, 
2<.001, 77 2=.84, observed power=l .00 and the mean emergent leadership rating of 
High-OCB candidates was significantly higher than that of Low-OCB candidates, 
t(43)= 14.67，2< .001 (M=3.69, 2.21), as shown in Figure 2. However, the prediction 
of Hypothesis 3 that the effect of gender on emergent leadership was significant could 
not get support, F£l,42)= 2.26, n.s. 
M 
Figure 1 HI: Main Effect of Extroversion with 
Guangzhou Data 
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Hypothesis 4 predicted the existence of a significant two-way interaction of 
Extroversion and OCB when the people with High-Extroversion & High-OCB were 
more likely to be viewed as emergent leaders than other people. As shown in Figure 3, 
this assertion was supported by the results, £{1,42)= 15.07, 2<.001, 7]:: .26, observed 
power= .97 and the candidates simultaneously owned High-Extroversion & 
High-OCB got significantly higher ratings in emergent leadership than the candidates 
with Low-Extroversion & High-OCB, t(43)= 13.14, .001 (M=4.52, 2.86) and the 
^ 
candidates with High-Extroversion & Low-OCB，t(43)= 15.44, £< .001 (M=4.52, 
2.81). No significant difference existed between the candidates with 
Low-Extroversion & High-OCB and the candidates with High-Extroversion & 
Low-OCB, 2 � . 1 0 . Since the mean rating of candidates with High-Extroversion & 
Low-OCB was significantly higher than that of candidates with Low-Extroversion & 
Low-OCB, t(43)= 14.40, e< .001 (M=2.8K 1.61)，the mean rating of candidates with 
High-Extroversion & High-OCB would logically higher than that of candidates with 
Low-Extroversion & Low-OCB. Hypothesis 4 was supported. 
Figure 3 H3: Interactive Effect of Extroversion 
& OCB with Guangzhou Data 
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Hypothesis 5 asserted the significant interactive effect of Extroversion, OCB 
and gender while the males with High-Extroversion and High-OCB were more likely 
to be viewed as emergent leaders than other people were. This assertion didn't get 
support from the results, F 0 ,42)= .49，n.s. 
Hypothesis 6a proposed that the effect of rater gender on emergent leadership 
^ 
was significant. It was not supported by the results, F (1, 42)= 1.48, n.s. Nevertheless, 
as can be seen in Table 5, Hypothesis 6b regarding the significant interactive effect of 
Extroversion, OCB, ratee gender and rater gender on emergent leadership got support 
when £(1,42)= 6.70, e< .05, rj .14, observed power= .72. 
The results in Table 6 and Figure 4 offer support to Hypothesis 6b (1). It is 
shown that female ratees with High-Extroversion & High-OCB got significantly 
higher emergent leadership ratings from female raters than from male raters, 
t(19)=1.94, .10 (M= 4.66, 4.35). And Figure 5 shows that male ratees with 
Low-Extroversion & Low-OCB were offered lower ratings from female raters than 
from male raters, t(19)=2.34, p< .05 (M=1.44, 1.83). Hypothesis 6b(2) was supported. 
Figure 4 H6b(l): Interactive Effect of Extroversion, 
OCB, Ratee Gender and Rater Gender (High-
Extro X High-OCB) (Guang^ou) 
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Hypotheses Results with Beijing Data 
With Beijing data, both the homogeneity requirement and the sphericity 
requirement were met when no significant differences were found in Box's test 
(F= .86，df= 36, 950, n.s.) & Levene's test, and e =1. Then the results of our analyses 
presented in Table 5 and Table 6 provided support for Hypothesis 1 and Hypothesis 2, 
which respectively predicted the significant main effects of Extroversion and OCB on 
emergent leadership, F£l,42)=25.65,2<.001，rj .38, observed power= 1.00 and 
F(1,42)=25.40,2<.001，j] .38, observed power= 1.00, respectively. Respondents 
reported significant higher emergent leadership ratings on the extrovert candidates 
than on the introvert candidates, t(45)=6.50, .001 (M=3.59, 2.79) and as well 
presented significant higher emergent leadership ratings on the High-OCB candidates 
than on the Low-OCB candidates, t(45)= 6.00, n< .001 (M=3.56, 2.82). The results 
are represented by Figure 6 and Figure 7. Out of our expectation, however, the ratings 
^ 
of emergent leadership were unaffected by gender, F(l,42)= .65, n.s., which did not 
support Hypothesis 3. 
Figure 6 HI: Main Effect of Extroversion with 
Beijing Data 
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Turning now to hypothesis 4, it was predicted that the interactive effect of 
Extroversion and OCB was significant. As can be seen in Table 5, respondents were 
capable of significantly distinguishing the different interactive effects of Extroversion 
and OCB on emergent leadership, F(1,42)=4.16, .05, rj ^ =.09, observed 
^ 
power= .51. Table 6 shows that the candidates simultaneously with High-Extroversion 
& High-OCB got significant higher emergent leadership ratings than did the 
candidates with Low-Extroversion & High-OCB, t(45)= 6.05, £< .001 (M=4.07, 3.04) 
and the candidates with High-Extroversion & Low-OCB, ;t(45>= 5.99, .001 
(M=4.07, 3.12). The mean ratings of candidates with High-Extroversion & Low-OCB 
was significant higher than that of candidates with Low-Extroversion & Low-OCB, 
t(45)=4.64, e< .001 (M=3.12, 2.53)，thus we could get conclusion that the mean rating 
of candidates with High-Extroversion & High-OCB was significant higher than that 
of candidates with Low-Extroversion & Low-OCB as well. Hypothesis 4 was 
supported, as shown in Figure 8. 
Figure 8 H3: Interactive Effect of Extroversion 
& OCB with Beijing Data 
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We could not find support for Hypothesis 5 regarding the significant interactive 
effect of Extroversion, OCB and gender, F(l,42)=1.38, n.s., neither for Hypothesis 6a 
about the significant effect of rater gender and Hypothesis 6b about the significant 
interactive effect of Extroversion, OCB, ratee gender and rater gender, F (1, 42)= .70, 
n.s. and F(l , 42)= .84, n.s. respectively. Since Hypothesis 6b was not supported, the 
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Mean Comparisons of Significant Effects with Guangzhou Data and Beijing Data 




HE'' VS. LE 43 1.43 0.59 1.25-1.61 16.07**** 
OCB 
HO' vs. LO 43 1.48 0.67 1.28-1.68 14.67**** 
Extroversion x OCB 
HE X HO vs. LE X HO 43 1.67 0.84 1.41-1.92 13.14**** 
HE X HO vs. HE X LO 43 1.72 0.74 1.49-1.94 15.44**** 
HE X LO vs. LE X LO 43 1.19 0.55 1.03-1.36 14.40**** 
Extroversion x OCB x Ratee gender x Rater gender 
HE X HO X Female ratee 19 0.31 0.71 -0.03-0.64 1.94* 
X Female rater vs. HE x HO x 
Female ratee x Male rater 
LE X LO X Male ratee x 19 0.40 0.76 0.04-0.75 2. 34** 
Male rater vs. LE x LO x Male 
ratee x Female rater 
Beijing data 
Extroversion 
HE vs. LE 45 0.81 0.85 0.56-1.06 6.50**** 
OCB 
HO vs. LO 45 0.73 0.83 0.49-0.98 6.00**** 
Extroversion x OCB 
HE X HO vs. LE X HO 45 1.03 1.09 0.70-1.35 6.41**** 
HE X HO vs. HE X LO 45 0.95 1.07 0.63-1.27 5.99**** 
HE X LO vs. LE x LO 45 0. 59 0.87 0.34-0.85 4.64**** 
Note. *p< .10，**P< .05，•***?< .001 
a CI means Confidence Interval 
b HE means High-Extroversion, LE means Low-Extroversion, 
e HO means High-OCB, LE means Low-OCB. 
w 
Table 7 
Results of Hypotheses with Guangzhou Data and Beijing Data 
Hypotheses Support 
Guangzhou data Beijing 
data 
HI: Extroverts are more likely to be viewed as Yes Yes 
emergent leaders than the introverts are. 
H2: People with High-OCB are more likely to Yes Yes 
be viewed as emergent leaders than the 
people with Low-OCB are. 
H3: Males are more likely to be viewed as No No 
emergent leaders than the females are. 
H4: The interactive effect of Extroversion and Yes Yes 
OCB is significant. People with 
High-Extroversion and High-OCB are 
more likely to be viewed as emergent 
leaders than other people are. 
H5: The interactive effect of Extroversion, No No 
OCB and gender is significant. Males with 
High-Extroversion and High-OCB are 
more likely to be viewed as emergent 
leaders than other people are. 
H6a: The effect of rater gender on emergent No No 
leadership is significant 
H6b: The interactive effect of Extroversion, Yes No 
OCB, ratee gender and rater gender on 
emergent leadership is significant 
H6b Female ratees with High-Extroversion & Yes No 
(1) : High-OCB are more likely to get higher 
ratings from female raters than from male 
raters. 
H6b Male ratees with Low-Extroversion & Yes No 
(2): Low-OCB are more likely to get lower 





The aim of our study is to judge the main and interactive effects of Extroversion, 
OCB, ratee gender and rater gender on emergent leadership. We drew the hypotheses 
based on the assertions of the previous studies and the logical presumptions. 
Our findings provide support for the hypothesis asserting that extroverts are 
more likely to be viewed as emergent leaders than the introverts are. That is, the 
people's different perceptions of Extroversion levels can cause various consequences 
of emergent leadership. Extroverts leave people the impression of positive attributes 
such as self-confidence, dominance and sociability, etc. This kind of impression not 
only makes people regard them as certain potential leaders in possession of necessary 
leadership traits, but also makes people believe they could contribute more to the 
attainment of the group target than others, thus makes them more likely to be 
emergent leaders in the people's perceptions. 
Thesis findings also qualify the assertion that the people with High-OCB are 
more likely to be viewed as emergent leaders than the people with Low-OCB are. As 
the proved good employees, people with High-OCB are more likely to establish their 
^ 
positive reputations in the groups because of their positive impacts on organizational 
effectiveness and the managers' evaluations. Their contributions to the group may 
help them get more promotions, including their personal success- to be viewed as the 
emergent leaders. 
In order to explore the impact factors of emergent leadership more definitely, 
we explicitly inspected the interactive effect of Extroversion and OCB with the 
expectation that the people with High-Extroversion and High-OCB are more likely to 
be viewed as emergent leaders because the characteristics of High-Extroversion and 
High-OCB could make up each other's disadvantages and establish more credibility in 
emergent leadership. For example, extroverts may be more absent in the working 
environment, but the people with High-OCB are good at attendance. A person with 
High-OCB may be quiet so as not to get others' attention, but an extrovert is talkative 
to be the social core. Considering Extroversion and OCB together could better predict 
the emergent leadership. This hypothesis is supported by the findings. 
With regard to the factor of gender，the findings did not support our hypothesis 
that suggested that males are more likely to be viewed as emergent leaders than 
females are. Neither did we find support for the three-way interactions among 
Extroversion, OCB and gender. According to respondents' reaction, women and men 
have the same possibilities to emerge as leaders, which corresponds to the recent 
gender role theory of emergent leadership indicating that the effect of gender on 
丝 
emergent leadership is nonsignificant. The findings happened in China revealed the 
phenomenon that after reform and opening policy for many years, at least in most 
large cities, more and more Chinese women occupy higher social positions and the 
bias towards different genders has been weakened. Males and females have the same 
opportunities to be viewed as emergent leaders. 
Our findings did not support the effect of rater gender on emergent leadership, 
which means that rater gender solely could not affect the study results. However, we 
found that in Guangzhou, female candidates with both positive characteristics tended 
to get higher emergent leadership ratings from female raters than from male raters. 
This phenomenon occurred possibly because in the traditional views, women are 
weak-force colony in the society, therefore those women with positive characteristics 
seem especially prominent in the groups. Their achievements will be regarded as the 
efforts in improving the whole females' status, thus attract more favor and 
appreciation from female raters. Accordingly, if men who are traditionally regarded as 
social strong-force colony are negative in both Extroversion and OCB, they will be 
despised by the female raters in Guangzhou, then get lower ratings. 
The above findings regarding the favors of female raters towards female ratees 
with high caliber was not suitable to respondents from Beijing. We propose that 
difference was caused by the different cultures in two cities. Guangzhou was one of 
the Chinese cities opened to the world at the earliest time, people there may accept 
^ 
more western opinions on gender equality. Comparably, as the capital of China, 
Beijing may keep more conservative views in this aspect. Besides, we found that 
mean age of respondents from Beijing was older than that of respondents from 
Guangzhou, this may also make female raters from Beijing more conservative and 
limit their favors towards female ratees. 
Our study explored the effects of trait and behavior on emergent leadership and 
found that extroverts and people with High-OCB had more chances to be viewed as 
emergent leaders than introverts and people with Low-OCB, whereas gender had no 
effect in leader emergence. These results could help organizations identify future 
leaders in the practice. In another word, in the current business environment, if 
managers want to be elevated as leaders of organizations, they may try to emerge as 
leaders first to improve the chances of being elevated. In order to reach this target, 
they may not only push themselves to be more extroverted, but also express more 
positive performance, such as OCB, in the working places. The opportunities to 
emergent as leaders are identical to them regardless of gender difference. 
丝 
CHAPTER VI 
LIMITATIONS AND FUTURE RESEARCH 
This study contributes to a clearer understanding of the dynamics of leader 
emergence by addressing a number of factors about the trait, behavior and gender 
(ratee gender and rater gender). However, there are some limitations regarding our 
research design as well as further research issues to be addressed. First, the 
participants used in this study were not the real followers in the same group with the 
emergent leader candidates. The first three items of emergent leadership scale by Kent 
& Moss (1994) were designed based on the followers' perceptions towards emergent 
leaders, but in our study the raters were not real followers but acted as followers. They 
read the stimulus materials and imagined the situations to be with the candidates then 
to make judgements and provide ratings. Decisions made on this condition should be 
somewhat different from those when raters actually stay with the emergent leader 
candidates in the same survival camp. Therefore, the generalizability of the results 
may be an issue. Further research could create an experiment in which the people are 
grouped to finish one task lasting for some time after evaluating their levels of 
Extroversion & OCB and then study the process of leader emergence in the group. 
Another issue of generalizability arises from the nature of industry chosen. The 
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industry in the scenario was designed following the researchers' interest in this kind 
of organizations. Story in our experiment covered the Department of Equity 
Administration in a securities company, the characteristics of which must be unique 
compared with other industries such as production industries like steel production or 
other service industries such as retails. Is the impact of Extroversion and OCB on 
emergent leadership in securities industry the same as that in other industries? We 
could not give a confirmed answer at this moment. Later on more studies could be 
conducted to extend the tests to other industries. 
Moreover, the experiment manipulation in this study could not satisfy full 
balance but partial. Given the full balance would generate 40,320 arrangements that 
are obviously hard to control. In addition, the dominant proportion of male raters in 
Beijing may raise the bias to some degree towards the effect of rater gender. 
One more point should be mentioned related to the data analysis. We found that 
in the Beijing sample, the standard deviations were larger than the means when 
comparing means of different levels of Extroversion and OCB in manipulation check 
and different emergent leadership ratings. It implies that the distribution of Beijing 
raters' answers is not so concentrated compared with that of Guangzhou raters' 
answers. Raters from Beijing may have more various opinions and judgements on our 
research questions, but this problem does not essentially change the data results. 
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Our study is the first one to clearly identify Extroversion from the Big-Five 
Model as one important factor in predicting emergent leadership. Future research 
could study the effects of other four dimensions of the Big-Five Model. Meanwhile, 
our study is also the first time to connect OCB theory with the emergent leadership 
theory and the Big-Five Model. It is like a bridge connecting the three important 
research fields of management and psychology, thus explore a new thought in the 
cross studies. More research could be conducted to push forward this methodology. 
Finally, we recommend more research on Chinese management. China has 
rapidly growing economy. With the entrance of China into the World Trade 
Organization (WTO), the large amount of international capital, particularly the capital 
from more developed nations, flows into China to pursue higher profits. The 
international businessmen also more and more focus on this market with huge ability 
of consumption. Numerous multinational enterprises roll in China to set up global 
bases & district headquarters, and international business is highly promoted. At this 
moment, the study of the management in China tends to be more important. Would 
the established management theories based on the research in developed nations be 
applicable to China, this developing nation with unique culture? Our study not only 
contributes to the theory of management, it also direct the international business and 
management practice in China, such as the identification of future leaders, nomination 
or election of group leaders and training. We expect more international researchers 
could test the existed management theories by using Chinese cases, thus help to 
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construct the structure of management theory regarding multinational company. 
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Appendix A 
English Version of the Extroversion Measure 
Costa, P.T., Jr., & McCrae, R.R. (1994). NEO Five-Factor Inventory. Odessa, FL: 
Psychological Assessment Resources. 




5. Strongly agree 
E l : Warmth 
I really like most people I meet. 
I don't get much pleasure from chatting with people. ® 
I'm known as a warm and friendly person. 
Many people think of me as somewhat cold and distant.® 
I really enjoy talking to people. 
I find it easy to smile and be outgoing with strangers. 
I have strong emotional attachments to my friends. 
I take a personal interest in the people I work with. 
E2: Gregariousness 
I shy away from crowds of p e o p l e . � 
I like to have a lot of people around me. 
I usually prefer to do things alone. ® 
I really feel the need for other people if I am by myself for long. 
I prefer jobs that let me work alone without being bothered by other people. ® 
I'd rather vacation at a popular beach than an isolated cabin in the woods. 
Social gatherings are usually boring to me. ® 
I enjoy parties with lots of people. 
E3: Assertiveness 
I am dominant, forceful, and assertive. 
I sometimes fail to assert myself as much as I should. ® 
I have often been a leader of groups I have belonged to. 
In meetings, I usually let others do the t a l k i n g . � 
Other people often look to me to make decisions. 
I would rather go my own way than be a leader of others. ® 
In conversations, I tend to do most of the talking. 
I don't find it easy to take charge of a situation. ® 
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English Version of the Extroversion Measure 
Costa, RT., Jr., & McCrae, R.R. (1994). NEO Five-Factor Inventory. Odessa, FL: 
Psychological Assessment Resources. 
E4: Activity 
I have a leisurely style in work and play. ® 
When I do things, I do them vigorously. 
My work is likely to be slow but steady. ® 
I often feel as if I'm bursting with energy. 
I'm not as quick and lively as other people. ® 
I usually seem to be in a hurry. 
My life is fast-paced. 
I am a very active person. 
E5: Excitement-Seeking 
I often crave excitement. 
I wouldn't enjoy vacationing in Las Vegas. ® 
I have sometimes done things just for "kicks" or "thrills". 
I tend to avoid movies that are shocking or scary. ® 
I like to be where the action is. 
I love the excitement of roller coasters. 
I 'm attracted to bright colors and flashy styles. 
I like being part of the crowd at sporting events. 
E6: Positive Emotions 
I have never literally jumped for joy. ® 
I have sometimes experienced intense joy or ecstasy. 
I am not a cheerful optimist. ® 
Sometimes I bubble with happiness. 
I don't consider myself especially “light-hearted.，’® 
I am a cheerful, high-spirited person. 
I rarely use words like "fantastic!" or "sensational!" to describe my experience. ® 
I laugh easily. 
(R) denotes items that have been reverse coded. 
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3 . 无意见 
4 . 同 意 
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English Version of the OCB Scale 
We would like you to evaluate your subordinates for the past three to six months on 
each of the following items that reflects a different aspect of this subordinate's 
performance. Please write down the number that best represents your evaluation of 
each of your subordinates under each column. Please use the following scale: 
1. Strongly disagree 
2. Slightly disagree 
3. Disagree 
4. Neither disagree and agree 
5. Agree 
6. Slightly agree 
7. Strongly agree 
1. Helps others who have heavy work loads. 
2. Is the classic "squeakly wheel" that always needs greasing? 
3. Believes in giving an honest day's work for an honest day's pay. 
4. Consumes a lot of time complaining about trivial matters. ( R ) 
5. Returns phone calls and responds to other messages and requests for information 
promptly. 
6. Keeps abreast of changes in the organization. 
7. Tends to make "mountains out of molehills." ( R ) 
8. Considers the impact of his/her actions on coworkers. 
9. Attends meetings that are not mandatory, but are considered important. 
10. Is always ready to lend a helping hand to those around him/her. 
11. Attends functions that are not required, but help the company image. 
12. Reads and keeps up with organization announcements, memos, and so on. 
13. Helps others who have been absent. 
14. Does not abuse the rights of others. 
15. Willingly helps others who have work related problems. 
16. Always focuses on what's wrong, rather than the positive side. ( R ) 
17. Takes steps to try to prevent problems with other workers. 
18. Attendance at work is above the norm. 
19. Always finds fault with what the organization is doing. ( R ) 
20. Is mindful of how his/her behavior affects other people's jobs. 
21. Does not take extra breaks. 
22. Obeys company rules and regulations even when no one is watching. 
23. Helps orient new people even though it is not required. 
24. Is one of my most conscientious employees? 
(R) denotes items that have been reverse coded. 
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1 .极之不同意 /强烈不同意 
2. 一般不同意/轻微不同意 
3 . 不 同 意 
4 .无意见 /同意或不同意均可 
5 . 同 意 
6. 一般同意/轻微同意 































48 Arrangements of Emergent Leader Candidates 
Profiles of eight emergent leader candidates in the stimulus materials were 
organized based on partial counter balancing, consequently altogether 48 arrangements 
appeared. In detail, there were eight candidates of two genders: 
Male: Candidate 1, Candidate 2, Candidate 3 and Candidate 4 
Female: Candidate 5, Candidate 6, Candidate 7 and Candidate 8 
Four candidates of same gender could be divided into two pairs, totally we could 
get four pairs of two genders of candidates: 
Male: Candidate 1 & Candidate 2 was Pair 1，Candidate 3 & Candidate 4 was Pair 2 
Female: Candidate 5 & Candidate 6 was Pair 3, Candidate 7 & Candidate 8 was Pair 4 
These four pairs had 24 arrangements (P/=24): 
Arrangement 1: Pair 1, Pair 2, Pair 3, Pair 4 (Candidate 1, Candidate 2, Candidate 3, 
Candidate 4，Candidate 5, Candidate 6, Candidate 7, Candidate 8); 
Arrangement 2: Pair 1，Pair 2，Pair 4, Pair 3 (Candidate 1, Candidate 2, Candidate 3， 
Candidate 4，Candidate 7, Candidate 8，Candidate 5, Candidate 6); 
Arrangement 24: Pair 4，Pair 3, Pair 2, Pair 1 (Candidate 7，Candidate 8, Candidate 5, 
Candidate 6，Candidate 3，Candidate 4, Candidate 1, Candidate 2). 
In each pair the candidates could be organized in two sequences (AB and BA, A, 
B respectively represented one candidate: for example, for Pair 1, we could have two 
sequences of Candidate 1 & Candidate 2 and Candidate 2 & Candidate 1), thus totally 
48 arrangements (24 x 2=48) were generated. 
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Appendix F 
SPSS Commands for Hypotheses Testing ** 
This file is for thesis. 
Data file is Data(gz&bj).sav, Data(gzm).sav and Data(bjm).sav. 
Design is 2 x 2 x 2 x 2 four-way Repeated Measures ANOVA 
Within-subject factors: 2 (extro: high vs low) x 2 (ocb: high vs low) x 2 (gender: 
male vs female). Between-subject factor: 2 (rater sex: male vs female) ** 
Extorversion (extro) is designed as: low=l, high=2. 
Organizational Citizenship Behavior (ocb) is designed as: low=l, high=2. 
Gender (gender) is designed as: female=l, male=2. 
Emergent leadership scale is from: Dobbins, Long, Dedrick, & demons, 1990; Kent 
& Moss, 1994; Moss & Kent, 1996. 
extro scale is from: Costa. RT.Jr.，& McCrae, R.R.(1994). 
ocb scale is from: Podsakoff, MacKenzie, Moorman, & Fetter, 1990. 
• * 
t l , t 2 , t3, t4, t5, t6, t7, t8 represents eight candidates. 
ivle is manipulation check for IV extro. in2o is manipulation check for IV ocb. 
q l l is emergent leadership item 1 for emergent leadership scale. 
q l2 is emergent leadership item 2 for emergent leadership scale. 
q l3 is emergent leadership item 3 for emergent leadership scale. 
q2 is emergent leadership item 4 for emergent leadership scale. 
q4 is emergent leadership item 5 for emergent leadership scale. 
* * 
Above is the explanation and is not used in the running. Below is program. 
GLM 
t8m t4m t7m t3m t6m t2m t5m t lm BY p3vlg 
/WSFACTOR = extro 2 Polynomial ocb 2 Polynomial gender 2 Polynomial 
/MEASURE = mean 
/METHOD = SSTYPE(3) 
/POSTHOC = p3v lg ( SCHEFFE) 
/EMMEANS = TABLES(extro) 
/EMMEANS = TABLES(ocb) 
/EMMEANS = TABLES(extro*ocb) 
/EMMEANS = TABLES(extro*gender) 
/EMMEANS = TABLES(extro*ocb*gender) 
/EMMEANS = TABLES(extro*ocb*gender*p3vlg) 
/PRINT = ETASQ OPOWER HOMOGENEITY 
/CRITERIA = ALPHA(.05) 
/WSDESIGN = extro ocb gender extro*ocb extro*gender ocb*gender extro*ocb 
*gender 
/DESIGN = p 3 v l g . 
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